Purpose: The purpose of this research is to identify the types of OA (sensing agility, decision-making agility and acting agility) and its role in promoting Quality of Work Life (QWL) of the employees at commercial banks in Egypt.
Introduction
In the beginning of 21 st century, the world faced considerable changes in all aspects, especially great changes in the communicational channels. These changes require organizations to revise their strategic priorities and visions (Sharifi & Zhang, 1999 , 2001 . allows the organization to improve its efficiency (Yeganegi & Azar, 2012) .
OA has become the topic of interest of both academics and practitioners in recent years. Nine out of ten executives ranked OA as both critical to business success and growing in importance over time in a McKinsey & Company survey (Sull, 2009 ).
OA plays an important role in the life of the organization as it provides personnel with knowledge, high skills, restructuring and organizational processes, employing new technology (Sherehiy, 2008) .
Research on OA is emerging in information systems field (Izza et al., 2008) due to the extensive reliance of contemporary organizations on information, in general, and information system, in particular. OA refers to organizations' ability to thrive by sensing and responding to environmental changes which has become critically important nowadays when the business environment is getting highly competitive and turbulent. It is regarded as a key business factor and a potential enabler to organization's competitiveness (Mathiassen & Pries-Heje, 2006 ), This study is structured as follows: Section one is introductory. Section two presents the literature review. Section three discusses the research methodology. Section four presents the hypotheses testing. Section five explains the research findings. Research recommendations will take place at section six. Section seven handles the research implications. Limitations and future research will take place at section eight. Conclusion will be provided at the last section.
Literature Review

Organizational Agility
The concept of agility needs to be well grounded in management theory (Yusuf et al., 1999) . Early in the 1990s, the new solution for managing a dynamic and changing environment emerged; agility. Agile manufacturing is the ability of surviving and prospering in a competitive environment of continuous and unpredictable change by reacting quickly and effectively to changing markets, driven by customer-defined products and services (Gunasekaran, 1999) . The creators of "agility" concept at the Iacocca Institute, of Lehigh University (USA) defined it as a manufacturing system with capabilities (hard and soft technologies, human resources, educated management, information) to meet the rapidly changing needs of the marketplace (speed, flexibility, customers, competitors, suppliers, infrastructure, responsiveness). Agility is the successful application of competitive bases such as speed, flexibility, innovation, and quality by the means of the integration of reconfigurable resources and best practices of knowledge-rich environment to provide customer-driven products and services in a fast changing environment (Yusuf et al., 1999) .
Agility emphasizes speed and flexibility as the primary attributes of an agile organization (Gunasekaran, 1999) .
Some authors state that responding to change in proper ways and exploiting and taking advantages of changes are the main factors of agility (Sharifi & Zhang, 1999 ). An equally important attribute of agility is the effective response to change and uncertainty (Goldman et al., 1995) .
Agility refers to the proactive responses to changes (Bessant et al., 2001) . Agility refers to the use of changes as inherent opportunities in turbulent environment (Sharifi & Zhang, 2001) .
Agility refers to the ability to survive and progress in the variable and unpredictable environment (Dove, 2001) .
Organizational flexibility represents an organization's capacity to adjust its internal structures and processes in a predetermined response to changes in the environment. Adaptability underlies the fit of organizational operations to their environment while flexibility emphasizes the readiness of organizational resources and the ease of resource mobilization. The "agility" concept encompasses both flexibility and adaptability. Agility, as a business concept, was coined in a manufacturing context-particularly in relation to flexible manufacturing systems (Christopher & Towill, 2001 ).
Agility is a new concept in contemporary administrative thought. One writer has defined the process of agility in terms of the capabilities necessary to achieve light movement in the organization (Sherehiy, 2008) .
Agility is the ability to respond to unpredictable changes with quick response and profitability (Erande & Verma, 2008) .
accepted as a successful strategy by producers that prepare them for a considerable performance (Mehrabi et al., 2013) .
According to the different definitions of the word agility, the concept of speed and quick response and also the concepts of group work and common goal regarding the word organization can be inferred. Agility can be defined as swiftness and quick response of a harmonious group to the changes made by the environment surrounding them in order to reach a goal (Yeganegi & Azar, 2012) .
OA is the organization's ability to respond quickly and effectively to unexpected opportunities, in addition to providing, in advance, solutions that meet potential needs (Nelson & Harvey, 1995) .
OA is the ability to survive and grow in an unexpected competitive environment of constant change through rapid response to changing markets and through meeting the desires and needs of customers, whether of products or services (Gunasekaran, 1999) .
OA is the successful application of the competition rules, such as speed, flexibility, innovation and quality, through the means of integration of resources and the restructuring of best practices in the environment of technical knowledge, through the provision of services or products that meet customers' preferences in light of a rapidly changing environment (Yusuf et al., 1999) .
OA is the organization's ability to work comfortably in a quickly and consistently changing and fragmented global market environment, through producing high quality and effective performance (Tsourveloudis & Valavanis, 2002) .
OA enables the organization to carry out a series of specific tasks successfully, in addition to managing the opportunities and risks in the business activities effectively (Ardichvile et al., 2003) .
OA makes organizations more responsive to market trends, and faster in terms of the delivery of products and services compared to non-agile ones. OA is composed of three basic dimensions of the sensor agility, decision-making, and agility practice and application (Sambamurthy et al., 2003) .
OA is not only "flexible" to cater for predictable changes but also is able to respond and adapt to unpredictable changes quickly and efficiently (Oosterhout et al., 2006) .
OA can be viewed as the state of organizational performance in terms of flexibility and adaptability and is attainable through organization's activities. In particular, from the process-based perspective, OA is a set of processes that allow an organization to sense changes and respond efficiently and effectively in timely and cost-effective manner in the internal and external environments. Sensing refers to an organization's ability to detect, capture and interpret organizational opportunities (Seo & Paz, 2008) .
Responding represents an organizational ability to mobilize and transform resources to react to the opportunities that it senses (Gattiker et al., 2005; Oosterhout et al., 2006) . These two capabilities must be aligned to optimally obtain OA. OA is the organizational capacity to sensor response successfully to the opportunities and threats in the market in a timely manner (Overby et al., 2006) .
OA is a proactive management strategy that aims at maintaining the organization's resources and achieving the desires of customers in a timely manner (Hitt et al., 2007) .
The concept of OA is derived from performance characteristics of an agile organization and is rooted in two related concepts-"organizational adaptability" and "organizational flexibility". Organizational adaptability focuses on how an organization's form, structure, and degree of formalization influence its ability to quickly adapt to its business environment (Sherehiy et al., 2007) .
OA consists of several key elements. They are (1) speed and flexibility, (2) responding to changes in the surrounding environment, (3) high quality products, (4) products and services of accurate information, (5) interacting with social issues and the environment, (6) different technologies collecting, and (7) internal integration inside the institutions and among each other (Sherehiy, 2008) .
OA is the process of arrangement, and abolition of business units, markets and industries to re-focus on differentiated core capabilities (Hill & Jones, 2009 ).
OA is a package of ideas that aims at continuous improvement, flat organizational structures, work teams, stopping waste or loss, efficient use of resources, and managing the chain of preparation. Japanese companies have adopted the concept of OA in terms of reducing costs through the removal of waste (David, 2009) .
OA is one that quickly meets customer requests, offers new products, and gets on strategic alliances or gets rid of them. This means that organizations are in an urgent need of strategic alliances in order to solve the problems of its customers, rather than providing products or one service. The fundamental reason behind the necessity of OA is searching for the core capabilities, on the one hand, and identifying the business environment and capturing opportunities, on the other hand (McCarthy et al., 2010) .
OA is a construction of three basic elements. They are (1) sensing agility, (2) decision-making, and (3) acting agility (Pavlou & El Sawy, 2010) .
OA is the manufacturing system for physical and non-physical technology, human resources, educated management and information in order to meet the rapidly changing needs of the market in a manner that achieves the desires and needs of the customers in time (Park, 2011) .
In light of this, the researcher does identify OA as the organization's ability to achieve its objectives, through the development of its products increasing knowledge of its human resources, effecting the development of the organization and lightening its movement in a rapidly changing environment.
The dimensions of the OA are three main types. They are sensing agility, decision-making agility and acting agility (Park, 2011) .
 Sensing Agility: Sensing agility is the organizational capacity to inspect and monitor events and changes in the surrounding environment (customer preferences changes, the movements of the new competitors, new technology) in a timely manner (Park, 2011) . The task of sensing means the strategic monitoring of environmental events that could have an impact on organizational strategy, competitive work, and future performance, including several activities such as access to information related to the events which show environmental change, on the one hand, and getting rid of the trivial information, on the other hand, in light of predetermined foundations and rules (El-Sawy, 1985) . This task is related to decision-making and its execution (Daft & Weick, 1984; Dutton & Duncan, 1987) . It is interested in organizational adaptation to change in the surrounding environment (Smircich & Stubbart, 1985) .
 Decision-Making Agility: Decision-making agility process is the ability to collect, accumulate, restructure and evaluate relevant information according to a variety of sources to explain the implications of the business without delay, and to identify opportunities and threats based on the interpretation of events, along with the development of action plans, which direct the reconfiguration of resources and the development of new competitive procedures (Park, 2011 ). Decision-making task consists of several interrelated activities, which explain many events and identify opportunities and threats in the surrounding environment. Decision-making task focuses on collecting information from multiple and diverse sources in order to understand the implications of their work (Thomas et al, 1993 ). Decision-making task seeks to capture the utmost opportunities and minimize the impact of threats on the life of the organization (Houghton, et al, 2004) .
 Acting Agility/Practicing: The acting task consists of a set of activities for re-assembling organizational resources and modifying business processes on the basis of the principles of work resulting from the task of decision-making in order to address the change that occurs in the surrounding environment (Eisenhardt & Martin, 2000) . Organizations can change the business processes by various procedures and resources, redesigning the organizational structure of the organization (Dutton & Duncan, 1987; Thomas et al, 1993) .
Quality of Work Life
Quality of Work Life (QWL) is a concept of behavioral science, and the term was first introduced by Davis in 1972 (Mathur, 1989; Hian & Einstein, 1990) .
QWL can be defined as a process by which an organization responds to employee needs by developing mechanisms to allow them to share fully in making the decisions that design their lives at work. QWL is a philosophy, a set of principles, which holds that people are the most important resource in the organization as they are trustworthy, responsible and capable of making valuable contribution and they should be treated with dignity and respect (Robbins, 1989) .
The key elements of QWL in the literature include job security, job satisfaction, better reward system, employee benefits, employee involvement and organizational performance (Havlovic, 1991) .
Employees with high QWL tend to report high levels of identification with their organizations, job satisfaction, job performance and lower levels of turnover and personal alienation (Efraty et al., 1991) .
QWL is defined as employee satisfaction with a variety of needs through resources, activities, and outcomes stemming from participation in the workplace (Sirgy et al., 2001 ).
QWL has been well recognized as a multi-dimensional construct and it may not be universal or eternal. The key concepts captured and discussed in the existing literature include job security, better reward systems, higher pay,
International Journal of Business and Management Vol. 11, No. 6; opportunity for growth, participative groups, and increased organizational productivity. In the scientific management tradition, satisfaction with QWL was thought to be based solely on "extrinsic" traits of the job: salaries and other tangible benefits, and the safety and hygiene of the workplace. By contrast, the human relations approach stresses that, while extrinsic rewards are important, "intrinsic rewards" are key predictors of productivity, efficiency, absenteeism and turnover. These intrinsic rewards include traits specific to the work done, the "task content": skill levels, autonomy and challenge (Beauregard, 2007) .
One conceptualization of QWL, based on need-hierarchy theory of Maslow, regards QWL as employee satisfaction of seven sets of human developmental needs: (1) health and safety needs, (2) economic and family needs, (3) social needs, (4) esteem needs, (5) actualization needs, (6) knowledge needs, and (7) esthetic needs (Marta et al., 2011) .
There are eight aspects in which employees perceptions towards their work organizations could determine their QWL: adequate and fair compensation; safe and healthy environment; development of human capacities; growth and security; social integrative constitutionalism; the total life space and social relevance (Walton, 1974) .
There is a plethora of literature highlighting the factors critical for the assessment of QWL (Srinivas, 1994) .
Some researchers have attempted to measure QWL in a variety of settings using combinations of various questionnaires such as job satisfaction, organizational commitment, alienation, job stress, organizational identification, job involvement and finally work role ambiguity, conflict, and overload were studied as proxy measures of QWL (Levine et al., 1984) .
QWL can be measured by the feelings that employees have towards their jobs, colleagues, and companies would enhance a chain effect leading to organization's growth and profitability (Heskett et al., 1997) .
QWL is a process by which an organization responds to employee needs by developing mechanisms to allow them to share fully in making the decisions that design their lives at work. The key elements of QWL in the literature include job security, job satisfaction, better reward system, employee benefits, employee involvement and organizational performance (Scobel, 1975; Havlovic, 1991) .
For the purpose of this study, QWL is defined as the favorable condition and environment of employees benefit, employees' welfare and management attitudes towards operational workers as well as employees in general.
Methodology
Research Model
The proposed comprehensive conceptual model is presented in Figure 1 . The diagram below shows that there is one independent variable of OA. There is one dependent variable of QWL. It shows the rational links among the variables. The research model is as shown in the following figure. www.ccsen
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Procedure
The goal of this study was to identify the relationship between OA and QWL at commercial banks in Egypt. A survey research method was used to collect data. The questionnaire included three questions, relating to OA, QWL, and biographical information of employees at commercial banks in Egypt. Data collection took two months. Survey responses were 85%, 325 completed surveys out of the 382 distributed. Table 2 describe some of the features of the respondents at commercial banks in Egypt who participated in the survey. 
Research Variables and Methods of Measuring
Organizational Agility Scale
The researcher will depend on the scale developed by Jaworski and Kohli (1993) in measuring OA, which has been divided into three elements (sensing agility, decision-making agility and acting agility). OA consists of 15 statements. There were three items measuring sensing agility, five items measuring decision-making agility, and seven items measuring acting agility. The survey form is used as the main tool for data collection in measuring OA at commercial banks in Egypt.
Quality of Work Life Scale
The researcher will depend on the scale developed by ; Cammann et al. (1983) ; National www.ccsenet.org/ijbm
International Journal of Business and Management Vol. 11, No. 6; Institute for Occupational Safety and Health (2002), in measuring QWL, which has been divided into six main components (the moral conditions of the work environment, job characteristics, wages and rewards, team work, the head's method in supervision, and the participation in decision-making).
QWL consists of 36 statements. There were six items measuring the moral conditions of the work environment, six items measuring job characteristics, six items measuring wages and rewards, six items measuring team work, six items measuring the head's method in supervision, and six items measuring the participation in decision-making.
Responses to all items scales were anchored on a five (5) point Likert scale for each statement, which ranges from (5) "full agreement" (4) for "agree" (3) for "neutral" (2) for "disagree" and (1) for "full disagreement".
Data Analysis and Testing Hypotheses
The researcher has employed the following methods: (1) Cronbach's alpha or ACC, (2) (MRA), and (3) F-test and T-test. All these tests are found in SPSS.
Hypotheses Testing
Evaluating Reliability
Before testing the hypotheses and research questions, the reliability of OA and QWL were assessed to reduce errors of measuring and maximizing constancy of these scales. To assess the reliability of the data, Cronbach's alpha test was conducted. Table 3 shows the reliability results for OA and QWL. All items had alphas above 0.70 and were therefore excellent, according to Langdridge's (2004) criteria. Regarding Table 3 , the 15 items of OA are reliable because the ACC is 0.892. For sensing agility, which consists of 3 items, is reliable because the ACC is 0.664. Decision-making agility, which consists of 5 items, is reliable because the ACC is 0.773. Furthermore, the acting agility which consists of 7 items, is reliable because the ACC is 0.785. Thus, the internal consistency of OA can be acceptable.
According to Table 3 , the 36 items of QWL are reliable because the ACC is 0.990. The six items of the moral conditions of the work environment scales are reliable due to the fact that the ACC is 0.913. The job characteristics, which consists of six items, is reliable since the ACC is 0.952. The six items related to wages and rewards are reliable as ACC is 0.913. Furthermore, the six items of team work scales are reliable due to the fact that the ACC is 0.952. The head's method in supervision, which consists of six items, is reliable since the ACC is 0.913. The six items related to participation in decision-making are reliable as ACC is 0.952. Thus, the reliability of QWL can be acceptable.
Accordingly, two scales were defined, OA (15 variables), where ACC represented about 0.892, and QWL (36 variables), where ACC represented 0.990.
www.ccsenet.org/ijbm
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Correlation Analysis
Based on Table 4 , the first issue examined was the different facets of OA (sensing agility, decision-making agility and acting agility). According to Table (4), among the various facets of OA, those who responded identified the presence of a sensing agility (M=4.16, SD=0.742). This was followed by acting agility (M=4.02, SD=0.634), and decision-making agility (M=3.67, SD=0.809).
The second issue examined was the different facets of QWL (the moral conditions of the work environment, job characteristics, wages and rewards, team work, head's method in supervision, and participation in decision-making) are examined. Most respondents identified the overall QWL (M=3.74, SD=0.907).
According to Table 4 , OA dimensions have positive and significant relation with QWL dimensions. The correlation between OA (sensing agility) and QWL is 0.330. For decision-making agility and QWL, the value is 0.301 whereas acting agility and QWL show correlation value of 0.476.
Finally, Table 4 proves that there is a significant and positive correlation between OA and QWL. So our hypothesis is rejected and it can be said that there is a significant and positive correlation between OA and QWL.
The Relationship between OA (Sensing Agility) and QWL
The relationship between OA (sensing agility) and QWL at commercial banks in Egypt is determined. The hypothesis to be tested is:
There is no relationship between OA (Sensing Agility) and QWL at commercial banks in Egypt. According to Table 5 , the regression-coefficient between OA (sensing agility) and QWL is R= 0.530 and R 2 = 0.281. This means that the QWL can be explained by the dimensions of OA (sensing agility).
Because of the calculated F (41.82) more than indexed F (2.80) at the statistical significance level of 0.01, the null hypothesis is rejected.
The Relationship between OA (Decision-Making Agility) and QWL
The relationship between OA (decision-making agility) and QWL at commercial banks in Egypt is determined. The hypothesis to be tested is:
There is no relationship between OA (Decision-Making Agility) and QWL at commercial banks in Egypt. 0.000 ** P < .01.
As Table 6 proves, the MRA resulted in the R of 0.353. This means that QWL has been significantly explained by the 5 independent variables of decision-making agility.
Furthermore, the R 2 of 0.125 indicates that the percentage of the variable interprets the whole model, that is, 12.5%. It is evident that the five independent variables justified 12.5% of the total factors of QWL.
Hence, 87.57% are explained by the other factors. Therefore, there is enough empirical evidence to reject the null hypothesis.
The Relationship between OA (Acting Agility) and QWL
The relationship between OA (acting agility) and QWL at commercial banks in Egypt is determined. The hypothesis to be tested is:
There is no relationship between OA (Acting Agility) and QWL at commercial banks in Egypt.
According to Table 7 , the regression-coefficient between OA (acting agility) and QWL is R= 0.630 and R 2 = 0.397. This means that the QWL can be explained by the dimensions of OA (sensing agility).
Because of the calculated F (29.80) more than indexed F (2.80) at the statistical significance level of 0.01, the null hypothesis is rejected. Note. ** P < 0.01;* P < 0.05.
Research Findings
The present study on analyzing the relationship between OA and QWL at commercial banks in Egypt revealed the following results: 1. Our findings support the view that the dimensions of OA (sensing agility, decision-making agility and acting agility) were positively related with QWL. The findings reveal that there is a positive relationship between OA and QWL. In other words, OA significantly influences QWL.
2. Overall findings suggested that OA does affect QWL. Management should ensure that OA be applied in the organization through the encouragement of cooperative teamwork. Our findings support the view that more OA are more effective in achieving QWL. High OA will be more likely to achieve high QWL.
3. The results refer to a direct exponential impact relationship between OA and QWL. Employees with high OA enjoy higher production capacity compared to their counterparts with low-level OA as the availability of a high level of OA among employees leads to improving the quality of the relationship between employees and their bosses which leads to the improvement of the level of performance.
4. There is a significant relationship between OA and QWL at commercial banks in Egypt. In other words, sensing agility, which is an integral part of OA, significantly and positively influences QWL. This is consistent with the finding that the employees who believed their organization had a sensing agility was more succeed with their job. OA plays an important role in influencing QWL. Also, OA contributes significantly to reinforcing QWL.
5. This study concluded that the OA was positively related with QWL at commercial banks in Egypt. In other words, OA (decision-making agility) was positively related with QWL. Overall findings from this study suggested that OA does affect QWL. Hence, the management at commercial banks in Egypt should ensure that suitable types of agility be applied in the organization through the encouragement of cooperative teamwork.
6. There is a positive relationship between the types of OA and QWL of employees at commercial banks in Egypt. In other words, acting agility, which is an integral part of OA, positively correlated with QWL.
7. OA plays an important role in influencing QWL. The study pointed out that the availability of OA (sensing agility, decision-making agility, and acting agility) plays an important role in influencing the dimensions of QWL. In other words, OA affects QWL.
Research Recommendations
The managers at commercial banks in Egypt might be able to improve QWL through the following:
1. The need to focus on the dimensions of OA and use them to increase the QWL among employees through:  Sensing agility, detecting and attracting important business at one time at the commercial banks in Egypt.
 Decision-Making Agility, interpreting events, identifying opportunities and threats and taking the actual plans in time at the commercial banks in Egypt.
www.ccsenet.org/ijbm International Journal of Business and Management Vol. 11, No. 6;  Acting Agility: reshaping organizational resources drastically and modifying business processes and the provision of services to market in time at the commercial banks in Egypt.
2. The need to train managers on how to develop the dimensions of OA through training courses targeting the spread of the spirit of sensing agility, decision-making agility and acting agility in order to ensure the achievement of positive feedback in the work environment.
3. It is necessary to pay attention to the impact of the types of OA on QWL for employees at commercial banks in Egypt and for the purpose of obtaining an effective impact of OA on QWL.
4. Broader usage of the various means of sensing agility, especially detecting and attracting important business at one time. This will highly improve QWL, as the field study has proved.
5. Reconstructing decision-making agility, besides paying attention to interpreting events, identifying opportunities and threats and taking the actual plans in time. The field study has proved the adverse effect of existing structures on QWL.
6. Adopting more acting agility, besides reshaping organizational resources drastically and modifying business processes and the provision of services or new products to market in time. This will entail their feeling of empowerment as the field study has concluded the existence of a strong positive impact of decentralization and authority delegation on QWL.
7. The managers should be more attentive towards organizational factors; especially sensing agility, decision-making agility, and acting agility. This could lead to more success and effectiveness of the commercial banks in Egypt.
8. Factors that lead to QWL (the moral conditions of the work environment, job characteristics, wages and rewards, team work, the head's method in supervision, and the participation in decision-making) should be enhanced in accordance with contemporary management trends in a changing environment.
Research Implications
Managers at commercial banks in Egypt might be able to improve QWL through OA (sensing agility, decision-making agility and acting agility). OA also helps employees pay attention to professional standards. QWL may exist with the help of top management at commercial banks in Egypt. This is achieved by taking employees interests into account. Absenteeism and turnover will be lower. Productivity and profitability will be higher.
Limitations and Future Research
There are some limitations of this study. Firstly, the data was collected from employees in Egypt. Therefore, the generalization of the results must be made with caution. Secondly, the findings may not be generalized to other organizations in Egypt. Thirdly, a small sample size is used.
There are several areas for future research. They are (1) the relationship between OA and OCB, (2) similar studies should be undertaken in other organizations in Egypt, (3) more studies should look at a comparative study of another sector such as education and tourism, and (4) future studies should examine the relationship between OA and organizational success, (5) more studies should examine the role of OA in enhancing organizational excellence, and (6) more studies should examine the relationship between OA and organizational success.
Conclusion
This study attempted to investigate the relationship between OA and QWL at commercial banks in Egypt. The study proved that there is a statistical significant relationship between OA and QWL. It revealed that OA and QWL are related.
The Egyptian commercial banks can increase QWL by ensuring OA within their organizations. Research on OA and QWL increased over the past decade. However, this rapid growth caused several problems, including the need to better understand the conceptual similarities between various forms of OA and QWL, as well as their antecedents and consequences. Overall, this is an exciting and dynamic field of research, and we are hopeful that this paper will help speed progress in this area by highlighting several key issues that need more attention.
According to importance of enhancement of QWL in organizations such as commercial banks, one of the most important factors that plays positive role is OA of human resource of that organization. Then, in this research, we try to test this assumption until help managers to invest on OA of their organization and improve QWL and subsequence job performance of their personnel.
www.ccsenet.org/ijbm International Journal of Business and Management Vol. 11, No. 6; There are few ways to help people create QWL. They are (1) An individual must create a personal vision by articulating something to be accomplished in career. Such vision will set a target of where an individual wants to be in life and must be prepared to make adjustment at any time. Employees need to be flexible and ready as life's journey is all about twists and turns. It keeps employees focus and strives towards their vision and when they pull off, it will be a meaningful accomplishment, (2) An individual must not perplex real identity with role played at work. Let the vision manifest who each individual really. The role played at work is intended for the work game. It does not replicate true identity. To guarantee job satisfaction, employees must let their vision lead them, and (3) Individuals must develop healthy personal habits by taking care of their body, mind and spirit to withstand all those challenges and pressures they face at work. Eating habits, sleeping routines and exercising will help employees live a healthy life style and resilient enough to face anything coming. It helps employees to be positive and accept almost everything in a positive way.
